This study explores the relationship and the impact of the participation in related activities and autonomy of job performance toward task performance and contextual performance of job performance. The study was conducted on the electrical and electronics (E&E) engineers in the Bayan Lepas Free Trade Zone, Penang. Self-administered questionnaires were distributed through the E&E manufacturing companies' human resource managers. A total of 1,100 questionnaires were distributed that adapted and adopted the research tools of Govino on participation in related activities, Conway and Monks on autonomy, Williams and Anderson on task performance, and Hochwarter et al. on contextual performance. A total of 181 were returned but 150 questionnaires were useable for this study. A factor analysis was conducted on all variables of the study. Interestingly, participation in work-related variables had been divided into participation in HR-related activities and participation in work-related activities. Results indicated that participation in HR-related activities had no association with task performance but had a low relationship with the contextual performance. Furthermore, the participation in work-related activities had no relationship with both, the task performance and the contextual performance. Finally, the engineers indicated that their autonomy had a low relationship with the task performance and moderate relationship with the contextual performance.
Introduction
According to Malaysia Industrial Development Authority's report (MIDA, 2009) , the electronics industry was the leading sector in Malaysia's manufacturing sector, contributing significantly to the country's manufacturing output (29.3 per cent), exports (55.9 per cent) and employment 28.8 per cent). The gross output of the industry totaled RM167.2 billion (US$53.9 billion), exports amounted to RM233.8 billion (US$75.4 billion) and the industry created employment opportunities for 296,870 people. In 2008, Malaysia exported electrical and electronic (E&E) products valued at RM13.74 billion (US$3.8 billion) while import products for electrical and electronic products valued at RM10.28 (US$2.8 billion). Hence, this signifies the importance of looking into the E&E industry, in particular, the employee in this industry. Specifically, the performance of the engineers as it is the largest pool of executive in a manufacturing organization; consist of 50% of the E&E industry in the northern region of Malaysia (FMM, 2007 (FMM, /2008 was considered as a substantial number of engineers in the E&E for the nation.
Furthermore, human resources are considered the most important asset of an organization, but very few organizations can fully harness its potential. Lado and Wilson (1994) define a human resources system as a set of distinct but interrelated activities, functions, and processes that are directed at attracting, developing, and maintaining or disposing of a firm's human resources. Traditionally, management of this system has gained more attention from service organizations than from manufacturing organizations. However, to enhance operational performance and overall job performance, effectively managing this system is equally important in both types of organizations. Needless to say, sophisticated technologies and innovative manufacturing practices alone can do very little to enhance operational and job performance unless the requisite human resource management (HRM) practices are in place to form a consistent socio-technical system. For this reason, manufacturing organizations need to carefully evaluate their existing HRM practices and modify them, if needed, so that employees can effectively contribute to overall job performance improvement. For this reason, also, the researcher would like to shed some lights in discovering the relationship between human resource practices and individual work performance.
According to the Federation of Malaysia Manufacturer's (FMM, 2007 (FMM, /2008 , one of the real business problem faced by E&E industry is poor performance among engineers. Among the indicators of the poor performance is the delaying work completion such as unable to meet deadlines, dropping numbers of "excellent" rating in the engineers' performance appraisal to "average" rating, and delaying of megaprojects' decision making. Moreover, the compilation of the KPI (key performance index) of the FMM member's Human resource department's half-yearly report (FMM, 2007 (FMM, /2008 revealed that the performance of their engineers had shown a drop of 20 to 25 per cent in their key performance area (FMM, 2007 (FMM, /2008 . The key performance areas are the task performance area; such as product knowledge, product design knowledge and ability to ensure all designs have considered input from various counterparts. The contextual performances are time management, prompt decision making, being assertive and human relations such as voluntary behaviors. Furthermore, the low key performance index among the engineer's would affect the firm's overall performance. This is consistent with the previous literatures that stated the effects of task performance and contextual performance on turnover, job satisfaction (Van Scotter, 2000) , rewards (Kiker and Motowidlo,1999; Van Scotter et al., 2000) , and overall organizational performance (Borman et al., 1995; Motowidlo & Van Scotter, 1994; Van Scotter & Motowidlo, 1996) . Task performance contributes to organizational effectiveness either by transforming the organization's raw materials as a step toward creating the organization's products or by providing necessary service and maintenance functions, such as replenishing the supply of raw materials, distributing its finished products, and providing important planning, coordinating, supervising, and staff functions (Kiker and Motowidlo, 1999) . Borman and Motowidlo (1993) argued that contextual performance, on the other hand, contributes to organizational effectiveness by supporting the organizational, social, and psychological context in which the technical core must function.
This study is to act as an eye-opener to the senior management team of the importance of human resource practices and their job performance to the engineers for them to perform. Thus, the objectives of this study are to investigate the relationship and the impact of human resources practices toward job performance among E&E engineers.
Literature Review

Job Performance
Job performance, namely task performance and contextual performance, had been considered as an important variable in industrial and organizational psychology (Conway, 1999; Griffin et al., 2000; Van Scotter & Motowidlo, 1996; Borman, 2004) .
Firstly, task performance can be seen as the activities that transform raw materials into the goods and services that are the organization's products ). Furthermore, the task performance consists of activities that service and maintain the technical core by replenishing its supply of raw materials; distributing its finished products; or providing important planning, coordination, supervising, or staff functions that enable it to function effectively and efficiently. Thus, task performance bears a direct relation to the organization's technical core, either by executing its technical process or by maintaining and serving its technical requirements.
Secondly, contextual performance as individual efforts that are not directly related to their main task function (Werner, 2000) . Moreover, contextual performance is conceptualized as being under the motivational control of individuals and less constrained by work characteristics than task performance (Borman & Motowidlo, 1993) . It is generally assumed that individuals can engage in contextual activities if they wish and that this choice reflects individual differences in motivation . Contextual performance behaviors involving persistence, effort, compliance, and self-discipline might enhance the effectiveness of individual workers and managers , coworkers' and supervisors' productivity (Borman, 2004) .
Human Resources Practices
Organizational Activities Participation
Participation in organizational activities and the opportunity to voice one's opinion gave employees a degree of control over decisions that concern their work. By doing so, the organization entrust the employee to make decisions in the organization's interest, which implies that the organization both trusts the employee as well as values his/her contribution.
Autonomy
Autonomy referred to employees' perceived control over how they carry out their job, including scheduling, work procedures, and task variety. Autonomy has traditionally been highly valued in Western culture (Hogan, 1975) . Moreover, previous research has shown that autonomy has direct relationships with performance (Fried & Ferris, 1987; Liden, Wayne, & Sparrowe, 2000) . Figure 1 depicts the study's framework that associates human resource practices, namely engineers' participation in related activities and autonomy with their job performance, namely task performance and contextual performance. 
Theoretical Framework
Hypotheses
This study develops the hypotheses in exploring the impact of participation in related activities and autonomy of human resources practices toward task performance and contextual performance of job performance among engineers.
H 1 : Engineers' participation in related activities of human resource practices has a significant relationship with task performance.
H 2 : Engineers' autonomy of human resource practices has a significant relationship with task performance.
H 3 : Engineers' participation in related activities of human resource practices has a significant relationship with contextual performance.
H 4 : Engineers' autonomy of human resource practices has a significant relationship with contextual performance.
Methodology
The study was conducted on the E&E engineers in the Bayan Lepas Industrial Zone in Penang, Malaysia. A total of 1,100 self-administered questionnaires were distributed to engineers E&E manufacturing organizations. Moreover, engineers who had worked in the manufacturing companies more than 6-month were considered to take part in this study. Furthermore, this study defined engineers as who were having engineering qualifications either certificates, degree, and master. Table 1 depicts the list of adapted and adopted various research tools for this study. The human resource practices had been examined on engineers' participation in related activities and autonomy. Vol. 14, No. 12; 2019 For the engineers' participation in related activities, the works of Govino (2005) had been used with an of 0.79. The engineers were asked on the following questions: For the engineers' task performance, the works of Williams and Anderson (1991) had been used with an of 0.95. The engineers were asked on the following questions:
Research Tools
1. Fulfils responsibilities specified in the job description.
2. Adequately completes assigned duties.
3. Perform tasks that are expected of him/her. 4. Meets formal performance requirements of the job.
5. Engages in activities that will directly affect his/her performance evaluation.
6. Neglects aspects of the job he/she is obligated to perform.
7. Fails to perform essential duties. 
Data Analysis and Results
A total of 181 questionnaires were collected and yielding response rate of 16.5%. From these, a total of 150 questionnaires were used with a useable rate of 13.6%. These data were analyzed using SPSS on the factor analysis, reliability analysis, demographic analysis, correlations analysis, and regression analysis.
Factor Analysis
Exploratory principal component factor analyses with varimax rotation were used to discover the underlying structure on dimensions for the human resource practices, namely participation in activities and autonomy. Factor analysis is a technique to achieve parsimony through the identification of the smallest number of descriptive terms to explain the maximum amount of common variance in a component matrix (Petty, 1995) . Hair et al. (1998) highlighted that factor analysis is also used to establish the best measure for validation purpose. Communality values of all items were above 0.50. According to Hair et al. (1998) , only communality values of 0.50 and above are considered acceptable, one item was dropped due to low communality. Five items were used to measure this criterion variable. Initial results of the within factor analysis on the five items came out with dual factors. Two factors were extracted.
The first factor represented by two items. They were (1) "I have participated in the training of new employees", and (2) "I have been involved in interviewing candidates before they are hired in my company". This factor with eigenvalue 1.17 accounted for 36.26% of the total variance in the data. Factor loadings for items in this factor are 0.86 and 0.84 as depicted in Table 2 . This factor was labelled as participation in human resource-related activities.
The second factor represented by two items. They were (1) "I participate in a problem-solving discussion regarding work-related issues" and, (2) "I am encouraged to bring up ideas to help my company's goals". This factor with eigenvalue 1.81 accounted for 38.22% of the total variance in the data. Factor loadings for items in this factor are 0.87 for both items. This factor was labelled as participation in work-related activities. 
Factor Analysis of Autonomy
Four items were used to measure this criterion variable. Initial results of the within factor analysis on the four items came out with a single factor. The results of the principal component s analysis and the reliability test are given in Table 3 . Table 4 summarized the study's Cronbach's Alpha after the factor analysis. The participation in activities, one-item was dropped from the initial tool. Moreover, the participation in activities was divided into the participation in HR-related activities with 2-item with an =0.82 and participation in work-related activities with an =0.69. The autonomy with the 4-item tool had an =0.67. On the other hand, the task performance with 5-item after 2-item were dropped gave an =0.80. The items were (1) "adequately completes assigned duties" and (2) "perform tasks that are expected of him/her". And, the contextual performance with 5-item after 3-item were dropped gave an =0.86. The items were (1) "help others without being asked", (2) "treat others properly", and (3) "tackle difficult work assignments enthusiastically". 
Reliability Analysis
Revised Framework and Hypotheses
The factor analysis had the study's framework as depicted in Figure 2 .
Moreover, the study's hypotheses were revised as below:
H 1 : Engineers' participation in HR-related activities of human resource practices has a significant relationship with task performance.
H 2 : Engineers' participation in work-related activities of human resource practices has a significant relationship with task performance.
H 3 : Engineers' autonomy of human resource practices has a significant relationship with task performance.
H 4 : Engineers' participation in HR-related activities of human resource practices has a significant relationship with contextual performance.
H 5 : Engineers' participation in work-related activities of human resource practices has a significant relationship with contextual performance.
H 6 : Engineers' autonomy of human resource practices has a significant relationship with contextual performance.
Demographic Analysis
The demographic analysis was done on the engineers' gender, ethnicity, marital status, age, education, engineering specialization, organizational tenure, and working tenure is depicted in Table 5 . Interestingly in the context of E&E manufacturing sector, the majority of the employees were male (n=96, 64%) as compared to female (n=54, 36%). Moreover, the majority of the engineers were Chinese (n=82, 54.7%) as compared to 42 employees (28%) were Malay, 24 employees (16%) were Indian, and 2 employees (1.3%) were under other ethnicities. Engineers who were not married (n=96, 64%) has overwhelmed 54 employees (36%) who were married. Majority of the engineers were aged between 26 to 35 years old (n=110, 73.3%) as compared to 26 employees (17.3%) were between 18 to 25 years old, 13 employees (8.7%) were between 36 to 45 years old, and one employee was 46 years old and above (0.7%). As an engineer, majority of the them were having an engineering degree (n=114, 76%) as compared to other qualifications, namely master in engineering (n=13, 8.7%), engineering diploma (n=10, 6.7%), national certificate (n=8, 5.3%), and professional certificate (n=5, 3.3%). Majority of the engineers were specializing in Electronic & Electrical (n=97, 64.7%) as compared to Mechanical (n=38, 25.3%), Chemical (n=3, 2%), and other specializations (n=12, 8%). Majority of them had been with the current organization between 2 to 5 years (n=102, 68%). The remaining engineers had been working less than 1 year (n=33, 22%), 6 to 9 years (n=13, 8.7%), and above 10 years (n=2, 1.4%) with the current manufacturing. Finally, their total working tenure as an engineer were between 2 to 5 years (n=85, 56.7%); and followed by 6 to 9 years (n=34, 22.7%), less than 1 year (n=15, 10%), 10 to 13 years (n=10, 6.7%), and above 14 years (n=6, 4.1%).
Correlations Analysis
The correlations analysis was conducted between participation in HR-related activities, participation in work-related activities, and autonomy of human resource practices and task performance and contextual performance of job performance among the E&E engineers. Table 6 depicts the correlation analysis results of human resource practices and job performance. Engineers indicated that autonomy had a significant and low relationship (r=0.19) with task performance. Unfortunately, participation in HR-related activities (r=-0.04) and participation in work-related activities (r=0.15) of engineers had no significant relationship with task performance. On the other hand, the engineers indicated that their contextual performance had a low significant relationship with participation in HR-related activities (r=0.21) and a moderate significant relationship with autonomy (r=0.34). 
Regression Analysis
Regression analysis was conducted between participation in HR-related activities, participation in work-related activities, and autonomy of human resource practices and task performance and contextual performance of job performance among the E&E engineers In the context of task performance, the engineers had the R 2 value showed 22% for the dependent variable of task performance, which was explained by the participation in HR-related activities, participation in work-related activities, and autonomy of human resource practices. This means that 78% of the variance for task performance was explained by other unknown additional variables that have not been explored. The regression model (F=3.60, p<0.01) was proven to be a significant model due to the F ratio being significant in predicting task performance. Moreover, participation in HR-related activities (β=0.50, p>0.10) was not a significant predictor of task performance for the engineers. On the other hand, participation in work-related activities (β=0.19, p>0.01) and autonomy (β=0.21, p>0.05) were a significant predictor of task performance for the engineers.
In the context of contextual performance, the engineers had the R 2 value showed 24% for the dependent variable of contextual performance, which was explained by the participation in HR-related activities, participation in work-related activities, and autonomy of human resource practices. This means that 76% of the variance for contextual performance was explained by other unknown additional variables that have not been explored. The regression model (F=4.20, p<0.01) was proven to be a significant model due to the F ratio being significant in predicting contextual performance. Moreover, the participation in HR-related activities (β=0.30, p<0.01) and autonomy (β=0.23, p>0.01) were a significant predictor of contextual performance for the engineers. On the other hand, participation in work-related activities (β=-0.12, p>0.01) was not a significant predictor of contextual performance for the engineers. 
Discussion & Conclusion
Engineers indicate on their perspective toward task performance and contextual performance of their job performance. Task performance involves patterns of behavior that are directly involves in producing services or goods, or activities. When employees use knowledge and technical skills to accomplish a task, they are engaging in task performance (Van Scotter & Motowidlo, 2000) . Although the engineers are given the opportunities to be part of their organizations' human resource activities, unfortunately, the opportunities given has not given any positive and beneficial impact on their task performance as an engineer in terms of their skills and knowledge. Interestingly, if the engineers perceived that they need to maintain a good working relationship, then they will put their extra effort in completing their involvement. Thus, the engineers have been positive toward their contextual performance in their organization. Moreover, work autonomy was found to be significantly predicting task performance. On autonomy, the findings from this study showed that if the employees assessed that they are given the amount of flexibility in deciding how their job should be done and had the opportunities to make suggestions about issues affecting their job, they tend to show greater job performance (Conway & Monks, 2008) .
In other words, the engineers are willing to help the organizations' human resource department in the new engineers' in the interview process before them being employed in their organization. Moreover, these engineers are also willing to be part of the human resource department in terms of proving training to the new engineers who are employed with the organization. Furthermore, the organizations' human resource department should get their engineers to be involved in the organizations' as the panels in the interview and selection process, and also involved in the organizations' training for the new engineers. This has shown that the current engineers in the organizations are willing to be part of their organizations' development in determining the selection, selection, and training done by the human resource department. The results implies that technical engineers who have higher assessment by their organizations would be more likely to exhibit contextual performance such as discretionary behaviors not formally required by any particular job, yet helping the social context of all jobs Van Scotter & Motowidlo, 1996) .
On the other hand, the top management of the organizations should not get their engineers to be involved in the organizations' problem solving of works and the determination of the organizations' directions. The engineers are not interested in these work-related activities as they can be considered not interested or had no particular work-related experience in solving the organizations' work issues and future directions. Finally, the engineers want them to have autonomy in their job as an engineer that is associated with their task performance and contextual performance. They want to have the say on their works in terms of scheduling, work procedures, and task variety.
